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Ogretmenlerin Orgitsel Adalet, Orgutsel Baglilik ve is

Doyumu Algilan Arasindaki iliski®

Durmus Ali KOCABAS', Esra KARABAG KOSE?

Ozet

Arastirmanin amaci, ortaokullarda gorev yapan
ogretmenlerin érgutsel adalet, érgltsel baghlik ve is doyumu
algilari arasindaki iliskilerin incelemesidir. Calismanin evrenini
2021-2022  egitim  o6gretim  yilinda  Kirikkale ilindeki
ortaokullarda gdérev yapan 994 d&gretmen olusturmaktadir.
Arastirma 371 6gretmenin katilimi ile ydrataimdastdar. Veri
toplama araclari olarak Orgtitsel Adalet, Orgltsel Badlilik ve is
Doyumu Oolcekleri kullanilmistir. Verilerin ¢ézimlenmesinde
betimsel istatistiklerle birlikte korelasyon, regresyon ve yol
analizleri kullaniimistir. Arastirmada ogretmenlerin érgltsel
adalet algilari, orgutsel bagliklari ve is doyumlari arasinda
anlamli, pozitif ve orta duizeyde iliski oldugu belirlenmistir.
Arastirma sonuglari, érgutsel adaletin is doyumu Uzerindeki
orgutsel bagliik araciligiyla olan dolayli etkisinin dogrudan
etkisinden daha gucliu oldugunu géstermektedir.
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Giris
Adalet olgusu toplumsal tum sureclerde oldugu gibi kurumsal
sUreclerde de pek cok degiskenle yakindan iliskili olan dnemli bir
arastirma alanidir. Egitim alanyazininda, okullardaki adalet algisinin is
doyumu, motivasyon, &rgut kultaru, orgutsel baghlik  gibi
degiskenlerle iliskilerinin  incelendigi c¢cok sayida arastirma
bulunmaktadir (Brockner ve digerleri, 1992; Sacli ve Demir, 2022; Tziner
ve digerleri, 2011; Uludag ve digerleri, 2019). Orgutsel adalet, 6zellikle
calisanlarin érgute baghhgr ve is doyumu baglaminda yogun olarak
arastirmacilarin dikkatini cekmektedir (Akyuz ve digerleri, 2013; Alazmi
ve Alenezi, 2020; Canbaz, 2021; Fatt ve digerleri, 2010). Mevcut calisma

bu U¢ temel kavrami butuncul bir modelde ele almakta ve kavramlar
arasi iliskileri veriye dayall test etmeyi amaclamaktadir.

Arastirmanin Temel Kavramlari ve Kavramlar Arasi iliskiler

Arastirma, orgutsel adalet, is doyumu ve érgutsel baglilik olmak Uzere
uc temel kavram arasindaki iliskilere odaklanmaktadir. Arastirmanin
ilk temel kavramini olusturan érgutsel adalet, genel anlami ile ¢calisma
ortaminda adaletin saglanmasini tanimlamak amaciyla
kullanilmaktadir (Greenberg, 1990). OrgUtsel adalet, 6rgut Uyelerinin
olaylari, kurallari ve uygulamalari adil algilamalari (Greenberg, 1987) ve
calisma ortaminda kararlarin alinmasinda ve uygulanmasi ile ilgili
algilanan hakkaniyet derecesi olarak tanimlanabilir (Folger, 1977,
Moorman, 1991). Bu anlamda 6rgutsel adalet, kisinin ¢alistigr kurumda,
kurallarin adil uygulanmasina ve odul, ceza, terfi gibi kaynaklari
hakkaniyetli dagitimina yonelik algisidir (Aydin  ve Karaman-
Kepenekgi, 2008; Samdan, 2019). Bireyler, kuruma sundugu katki ile
elde ettigi kazanimlardaki hakkaniyeti degerlendirir, bu kazanimlari
orgutteki diger bireylerin kazanimlariyla karsilastirir ve elde ettiklerinin
adil olup olmadigini degerlendirerek orgute karsi adalet algisini
bicimlendirir (Budak ve digerleri, 2018).

Alanyazinda orgutsel adaletin; dagitimsal, islemsel ve etkilesimsel
adalet olmak Uzere Uc¢ boyutta incelendigi gorulmektedir (Cohen-
Charash ve Spector, 2001). Esitlik kurami; terfi, édul ve prim gibi
kazanimlarin hak eden kisiye verilmesi gerektigini belirtir. Calisanlarin
dagitilan &dullerin adil olup olmadigl yonundeki algisi, dagitimsal
adaleti olusturmaktadir (Greenberg, 1987). Calisanlar kurumdan elde
ettikleri  kazanimlari diger Uyelerin kazanimlariyla kiyaslayarak
dagitimin adil olup olmadigr yonunde bir kaniya varirlar. Bu kani
calisanlarin  tutumlarini olumlu ve olumsuz yonde etkileyebilir
(Ozdevecioglu, 2003). islemsel adalet, aorgutteki karar sUrecine
katilabilme ve katilim surecinin tarafsiz bir sekilde yonetilmesi ile ilgili
calisanlarin algisidir (Cukur ve Ozbayrak, 2007). Etkilesimsel adalet
boyutu ise orgutte yer alan usul, kural ve normlarin yurdtulmesi
surecindeki iletisimin kalitesini ortaya koyar. Bu boyut o&orgut
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calisanlarinin karsilastiklari tutum ve uygulamalara karsi kisinin adalet
algisini belirtir. (Samdan, 2019). Etkilesimsel adalet, daha ziyade,
yonetim ve &rgut Uyeleri arasindaki Kkisiler arasi iletisime
odaklanmaktadir (Greenberg, 2004).

Arastirmanin  bir diger degiskenini orgutsel baglihk kavrami
olusturmaktadir. Bagllik kavrami genel olarak; bireyin icinde
bulundugu topluma, bir Kisiye, bir kuruma ve bir dustnceye sadakat
duymasi olarak ele alinmaktadir (Ergun, 1975). Orgut baglaminda ise
orgutlerin  amaclarini  gerceklestirerek  basariya ulasabilmeleri,
calisanlarinin orgutlerine sadakatlari ile mumkun gérulmekte ve
alanyazinda bu baglihk durumu o&rgutsel baglihk olarak
adlandiriimaktadir (O'Reilly ve Chatman, 1986). Orgutsel baglikla ilgili
bircok farkl tanimin yapildigr goérulmektedir. Buna gére o&rgutsel
baglihgi; Becker (1960) kisilerin érgutlerine kendi kisisel cikarlari icin
baglanmasi; Weiner (1982) &érgutun amacg ve cikarlarina yonelik
icsellestirilmis normatif baskilarin toplami; O'Reilly ve Chatman (1986)
bireyin érgutun amaclarini icsellestirerek psikolojik olarak baglanmasi;
Allen ve Meyer (1990) bireyin orgute istekli bir sekilde duygusal
baglanmasi ve kendisini 6rgutle 6zdeslestirmesi; Balay (2014) ise
bireyin 6rgutin amag¢ ve degerler sistemi ile 6zdeslesmesi olarak
tanimlamistir. Kavramlarin ortak noktasina bakildiginda motivasyon
kaynaklari, duygusal dinamikleri ve seviyesi farkli da olsa, dérgutsel
baglihgin bireyin érgutle kuruldugu aidiyet iliskisi oldugu sdylenebilir.
Genel olarak érgutsel baglilik psikolojik baglilikla iliskili olarak uyum,
oOzdeslesme ve ic¢sellestirme boyutlarini kapsayan oldukca genis bir
kavramdir (O'Reilly ve Chatman, 1986). Allen ve Meyer (1990) érgutsel
bagliligi; duygusal baglilik, devam baglihgi ve normatif baghlik olarak
uc boyutta degerlendirmektedir. Benzeri sekilde O'Reilly ve Chatman
(1986) ise bireyin orgutsel baglhhgini; uyum veya aragsal odul icin
bagliik, &zdeslesmeye dayali baglilik, birey ve oérgut degerlerinin
uygunluguna dayall i¢sellestirme baghligi olarak Uc¢ ayri boyutta ele
almaktadir. ilk asama olan uyumda badlihigin amaci, odulleri
kazanmak ve cezadan kacmaktir (Balay, 2014; Norsenli, 2021).
Ozdeslesme boyutunda, birey érgutte digerlerinin varligini kabul eder
ve onlarla birlikte olmaktan mutluluk duyar. Orgutun bir parcasi olmak
icin érgutun degerleri ile kendi degerlerini uyumlu hale getirmek icin
cabalar. Orgutun bakis acisini benimsemeye calisir (ince ve Gul, 2005;
O'Reilly ve Chatman, 1986; O'Reilly, 1989). Baglihgin en yogun oldugu
boyut ise son asama olan ic¢sellestirmedir. Bu boyutta &rgutun
degerleri ile bireyin kendi degerleri oldukca i¢c ice gecmistir. Birey
kendisini érgutun daimi bir parcasi olarak goérur ve orgutte kalici
olmaya isteklidir (O'Reilly ve Chatman, 1986; O'Reilly, 1989).

Calisanlarin érgutsel bagliligini etkileyen faktorlerle ilgili arastirmalarin
tarihi oldukca geriye gitmektedir. Buna gore, calisanlarin orgutsel
baglihdgini etkileyen temel faktorler; kKisisel, érgutsel ve durumsal
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faktorler olmak Uzere U¢ temel grupta degerlendirilmektedir (Koch ve
Steers, 1978; Morris ve Sherman, 1981, Schwenk, 1986). Bu temel
faktorlerden hangisinin  orgutsel baglhgr daha fazla etkiledigi
konusunda da farkl ¢calismalar bulunmakla birlikte kisisel-demografik
ve oOrgutsel faktorlerin esit derecede etkiledigi ileri surulmektedir
(Buchanan, 1974). Orgutsel baglihg! etkileyen dérgut kaynakli faktorler
arasindan sayilabilecek olan, ydénetim ve liderlik bicimi, orgut ici
iliskiler, oduller, maas, takim ruhu, &érgut kultdrd ve orgut igci
demokratik katillm gibi temel faktérlerin (Arastaman ve Yuner, 2019;
Balay, 2014; Kaya, 2016; Zengin, 2020), érgutsel adaletin dagitimsal,
islemsel ve etkilesimsel boyutlari ile teorik olarak paralellik gosterdigi
soylenebilir.  Adil bir okul ortaminda gérev yapma istedinin
ogretmenlerin gorev yeri degisikligi taleplerinde de énemli bir kriter
oldugunu goésteren veriye dayall calismalar (Tekinglnduz, 2017; Unal,
2019), séz konusu teorik benzerliklerin pratik sonuclari olarak
degerlendirilebilir. Birey orgutte hak ettigini dusindugu kazanimlari
elde edemediginde o&rgute baghhgr azalacaktir (Dogan, 2008).
Bireylerin  orgutleri  ile 06zdeslesmesinde ve duygusal olarak
baglanmasinda &érgut icerisindeki hakkaniyetli uygulamalarin rolu
onemlidir. Ayrica adil uygulamalar érgute baglhhgr ve iste kalma
niyetini arttirmaktadir (Yildirim, 2008). Calisanin surekli seffaf, adil ve
durust bir ortamda faaliyetlerini  yuUrdtmesi olumlu tutum
gelistirmelerini saglamaktadir. Olumlu tutuma sahip calisanlarda ise
orgutsel bagliik dahil bircok istendik kavramin gelismesi
beklenmektedir (Astar ve digerleri, 2018).

Orgutsel adalet ve bagdlilik ile iliskileri baglaminda arastirmaya konu
edilen bir diger énemli kavram is doyumu kavramidir. is doyumunu;
Koustelios (2001) kisinin maddi ve manevi ihtiyaclarini karsilamasi
nedeniyle isiyle ilgili haz ve mutluluk duymasi, Balci (1985) kisinin isi ile
ilgili ihtiyaclarinin karsilanma derecesinin islevi, Cetinkanat (2000)
bireylerin islerine karsi duygusal bir tepkisi ve lzgar (2000) bireylerin
isiyle ilgili hazzi ve duygusal doyumu olarak aciklamaktadirlar.
Orgutlerde calisani bir makine olarak géren anlayis yerine calisanin
duygularini, dustncelerini ve ihtiyaclarini dikkate alan bir yénetim
anlayisinin  gelismesi, is doyumu kavraminin ortaya c¢ikmasini
saglamistir (Alanoglu, 2019; Erol, 2021). Hawthorne deneyleri yonetim
alaninda is doyumu kavraminin anlasilmasi acisindan ilk bilimsel
calismalar olarak ele alinabilir. Yapilan deneylerde is yerinin fiziksel
ozelliklerinin  farklilasmasinin  verimlilik  Uzerinde yeterli etkisi
olmamasi, dikkati calisanin insani ve sosyal yonune cekmistir (Gurel,
2001). Kavramsal olarak is doyumu ilk defa motivasyon kuramcilari
tarafindan incelenmistir. Maslow Kurami, Herzberg'in Cift Etmen
Kurami ve Vroom'un Beklenti Kurami is doyumuna ilk deginen
kuramlardir (Eren, 2008). Dolayisiyla is doyumunun motivasyon ve is
verimliligi baglaminda ortaya cikan ve bunlarla yakindan iliskili bir
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kavram oldugu goértlmektedir (Yousef, 1998). is doyumunda da
orgutsel baglilik olgusunda oldugu gibi, dissal ya da i¢sel faktorlere
dayall bir siniflama dikkat ¢cekmektedir. Kisinin isini yapmasi sonucu
elde ettiklerinden haz almasi ve kazanimlarinin bireyi mutlu etmesi
dissal doyumu olustururken isini yaparken haz duymasi ve keyif almasi
icsel doyumu olusturur (Gékyer ve Gulsen, 2016). icsel doyum, kisinin
yetenekleri ile isin gerekleri arasindaki denge sonucu olusmaktadir.
Kisinin isinde basarili olmasi, isi ile butunlesmesi ve yaptigi ise karsi
saygl duyuldugu inanci i¢sel doyumu saglamaktadir. Yonetim tarzi, is
kosullari, isin kisiye kazandirdiklari ise dissal doyumu olusturmaktadir.
Dissal doyumda, elde edilen éduller ¢alisanin beklentisini karsiladigi
oranda doyum artacaktir (Et Oltulu ve iraz, 2022; Yavuzkurt, 2017). iki
boyutlu bu siniflamadan hareketle dissal is doyumunun o&rgutsel
baglihktaki uyum vya da aracsal baglilikla, i¢csel doyumun ise
icsellestirme ile yakin bir iliski icerisinde oldugu sdylenebilir.

Is doyumu da orgutsel baghlikta oldugu gibi bireysel ve érgutsel
olmak Uzere bircok faktdérden etkilenmektedir. Ozellikle calisma
kosullari, is ortami, terfi ve &édul orgutsel faktorler is doyumu Uzerinde
etkili olmaktadir (Bogler, 2002; Sevimli ve iscan, 2005). Bu tur érgutsel
faktorler ise orgutsel adaletle yakin bir iliski icerisindedir. Alan yazinda
adalet algisi, érgutsel baglilik ve is doyumu arasindaki iliskileri ortaya
koyan saha arastirmalari bulunmaktadir (Alici ve Yalgcinkaya, 2019;
Altinkurt ve Yilmaz, 2012; Zainalipour ve digerleri, 2010). Chatman
(1991)'e gdre, ise yeni alinan calisan orgutte kabul gormus degerleri
paylastiginda daha fazla doyum saglamakta ve orgutte kalma istegdi
artmaktadir. Ayrica orgute yeni katilan Kkisinin tercihleri bir il
icerisinde orgutun tercihleri ile kaynastiginda is doyumunda yukselme
olusmaktadir. Calisanlarin c¢alisma kosullarindaki  kurallarin  adil
olmasina iliskin algilari, islerine karsi olumlu tutum gelistirmelerini
saglamaktadir (Balay, 2000). Orgutlerde adil uygulamalarin var olmasi;
verimlilik, olumlu is ortami, 6rgute baglilik, gluven ve guclu bir 6rgut
kaltard ile sonuclanmaktadir. Butun bu kavramlarin varligi ise is
doyumunun yuksek olmasini saglamaktadir (Altinkurt ve Yilmaz, 2012).
Ele alinan tum bu kavramsal cerceveden hareketle arastirmanin temel
degiskenleri olan o6rgutsel adalet, orgutsel baglilik ve is doyumu
kavramlari arasinda guclu bir teorik iliskiden s6z etmek mumkundur.

Arastirmanin Kavramsal Modeli ve Amaci

Kavramsal cercevesi aciklanan orgutsel adalet, érgutsel baglilik ve is
doyumu degiskenleri arasindaki iliskiler, egitim kurumlari ézelinde de
yogun olarak calisiimaktadir. Arastirma modeli s6z konusu degiskenler
arasindaki  dogrudan ve dolayh iliskileri  okul duzeyinde
degerlendirmek Uzere olusturulmustur. Mevcut arastirma modeline
Sekil Tde yer verilmistir.
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Sekil 1
Kavramsal Model

Orgutsel Adalet

Orgutsel Baghlik

Ogretmenlerin mesleki yeterliliklerinin gucld olmasi ve islerinde lyi
olmalari, érgutsel baglihk ve is doyumu icin her zaman yeterli
olmamaktadir. Bu nedenle isine ve okula karsi olumlu duygulari guglu
ve Ust duzeyde bagliik duyan égretmenlere ihtiya¢ duyulmaktadir
(Balay, 2014). Ogretmenlerin okula karsi olumlu duygularini etkileyen
en énemli olgulardan birisi adalet algisidir (Balci, 1985; Polat, 2007).
Farkli meslek alanlari ile ilgili yarutulen pek cok arastirma, calisanlarin
adalet algilari ile is doyumlari ve érgutsel bagliliklari arasinda olumlu
iliskilerin varligini ortaya koymaktadir (Astar ve digerleri, 2018; Chegini
ve digerleri, 2019; Gorgulu, 2022; Norsenli, 2021, Samadov, 2006; Ugurlu,
2009).

Mevcut calisma, 6gretmenlerin orgUtsel adalet, 6rgutsel baglilik ve is
doyumu algilari arasindaki dogrudan ve dolayli iliskilerle ilgili tum
degiskenleriicine alan bir teorik modeli veriye dayali olarak test etmesi
bakimindan o6nemli goérulmektedir. Bu amacgla arastirmanin alt
problemleri; (1) Ogretmenlerin 6rgltsel adalet, dérgUtsel bagdlilik ve is
doyumlarina iliskin algilari ne duzeydedir? (2) Ogretmenlerin érgutsel
adalet orgutsel bagllik ve is doyumlarina iliskin algilari arasinda
anlaml bir iliski var midir? (3) Ogretmenlerin 6rgutsel adalet ve
orgutsel baglilik algilari is doyumu algisinin anlamli bir yordayicisi
midir? (4) OJretmenlerin érgltsel adalet ile is doyumu algisi arasinda
orgutsel baglihk algisinin araci bir etkisi var midir? seklinde
tanimlanmistir.

Yontem

Arastirmada ogretmenlerin orgutsel adalet, orgutsel baglhlik ve is
doyumu algilari arasindaki iliskiler incelenmistir. Bu nedenle bu
arastirma iliskisel tarama modelinde yUrGtalmustur. iliskisel tarama
modelindeki arastirmalar, belirli olaylar ve olgular arasinda iliskileri
belirlemeyi amaclayan arastirmalardir (Buyukdzturk ve digerleri, 2020).
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Evren ve Orneklem

Arastirmanin evrenini Kirikkale Milli Egitim Mudurlugd’'ne bagl
merkez ve ilcelerinde 2021-2022 egitim ogretim yilinda resmi
ortaokullarda calisan 994 &gretmen olusturmaktadir. Arastirmada
asgari orneklem buyukligu %95 guven araliginda 278 olarak
belirlenmistir (BUyukozturk ve digerleri, 2020). Kolayda ornekleme
tekniginin kullanildigi arastirmada orneklem grubuna ulasmak ic¢in
olcekler arastirmanin evreninde yer alan 550 6gretmene cevrimici
yolla ulastirilmis ve 376 ogretmenden geri ddnuds saglanmistir.
Yonergeye uygun bulunan 371 veri degerlendirmeye alinmistir. Tablo
1I'de arastirma o&orneklemine ait demografik bilgiler almaktadir.
Arastirma orneklemine dair bilgiler incelendiginde; cinsiyet, yas, egitim
durumu ve mesleki kidem degiskenleri bakimindan farkh gruplari
temsil edecek yeterli sayida katilimciya ulasildigi séylenebilir.

Tablo 1
Ogretmenlere Iliskin Demografik Bilgiler
Grup N %
Cinsiyet Kadin 208 56.1
Erkek 163 439
20-30 41 11
Yas 31-40 192 51.8
41-50 95 256
51 ve Ustu 43 116
Egitim Durumu , Lisans 276 74.4
LisansUstu 95 256
0-10 144 38.8
Mesleki Kidem 11'2,_0 ) 133 35.8
21ve Ustu 94 253
Toplam 371 100.0

Veri Toplama Araclari

Arastirmadaki Uc farkl degisken icin “Orgutsel Adalet Olcegi, Orgutsel
Baglhlik Olcegdi ve Minnesota is Doyum Olcegdi” kullanilmistir. Ayrica
katiimcilarin demografik ozelliklerini belirlemek amaciyla kisisel bilgi
formu olusturulmustur. Bu amacla cinsiyet, yas, egitim duzeyi ve
mesleki kidemi belirlemeye yoénelik sorular kullaniimistir. Olceklerin
kullanimi icin olcekleri gelistiren ve uyarlayan arastirmacilardan izin
alinmistir. Olcme araclari ile ilgili detayl bilgilere asadida yer
verilmistir.

Orgiitsel Adalet Olgegi

Orgutsel Adalet &lcegdi Niehoff ve Moorman (1993) tarafindan
gelistirilmistir. Polat (2007) tarafindan uyarlama calismasi yapiimistir.
Olcekte toplam 19 madde bulunmaktadir. Olcek besli likert tUrandedir.
Dagitimsal, islemsel ve etkilesimsel olmak Uzere U¢ boyuta
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ayriimaktadir. Olcedin deneme uygulamasi sonucu tum olcek icin ic
tutarlilik katsayisi .96 alt boyutlarda sirasi ile .89, .95 ve .90 olarak
bulunmustur. Mevcut arastirma verileri ile yapilan analizde i¢ tutarlihk
katsayilari tum olcek icin .98 alt boyutlar icin sirasi ile .94, 97 ve .95
oldugu belirlenmistir.

Orgiitsel Baghlik Olcegi

Orgutsel baghlik 6lcedi Balay (2000) tarafindan gelistirilmistir. Olcek 27
maddeden olusmaktadir. Uyum, ozdeslesme ve icsellestirme alt
boyutlarini iceren olcek besli likert turindedir. Olcedin orjinal
uyarlamasinda i¢ tutarlihk katsayilari .79, .89 ve 93 olarak
hesaplanmistir. Mevcut arastirma verileri ile yapilan analizde i¢
tutarlilik katsayilari tum olcek icin .86 alt boyutlarda sirasi .86, .91 ve .95
olarak hesaplanmistir.

is Doyumu Olcegi

Minnesota is doyum Olcegdi, Baycan (1985) tarafindan Turkce'ye
uyarlanmistir. Olcek dissal doyum ve icsel doyum olarak iki alt boyutu
kapsamaktadir. Olcek begli likert tarinde ve 20 maddeden
olusmaktadir. Uyarlama sonucunda i¢ tutarlilik katsayisi tum olcek icin
90 alt boyutlar icin sirasi ile .82 ve .85 olarak elde edilmistir. Mevcut
arastirma verileri ile yapilan analizde i¢ tutarhlik katsayisi tum olcek
icin .91 alt boyutlar icin sirasi ile .87 ve .86'dan olusmaktadir.

Verilerin Analizi

Verilerin  analizinde SPSS ve AMOS paket programlarindan
yararlaniimistir. Mevcut calismanin guvenirligini test etmek icin
Cronbach’'s Alpha katsayisi kullaniimistir. Veri setinin  normallik
dagilimini karsilayip karsilamadigini degerlendirmek icin carpiklik ve
basiklik katsayilari incelenmis ve degerlerin -2 ve +2 arasinda yer
almasiyla normal dagilim saglandigi gérulmustur (George ve Mallery,
2019) (Bkz. Tablo 2). Degiskenler arasinda coklu baglanti problemini
degerlendirmek icin Variance inflation Factor (VIF<10) ve Condition
Indices (CI<30) degerleri incelenmistir (Buyukoézturk, 2012, s. 100).
Verilerin analizde betimsel istatistiklerle birlikte korelasyon ve
regresyon analizleri kullaniimistir. Degiskenler arasindaki dogrudan ve
dolayh iliskileri belirlemek i¢cin yapisal esitlik modeli kurulmus
sonrasinda yol analizi yapilmistir. Yapisal modelin uyum degerleri icin
Ki-Kare testi (CMIN ve CMIN/DF), Root Mean Square Error of
Approximation (RMSEA), Goodness-of-Fit Index (GFl), Comparative Fit
Index (CFI) indekslerinden faydalaniimistir (McDonald ve Ho, 2002;
Yaslioglu, 2017).
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Bulgular

Calismanin alt problemlerini aciklamak Uzere kullanilan analizlerin
sonuclari bu bélumde aciklanmaktadir. Ogretmenlerin 6rgutsel adalet,
orgutsel baglilik ve is doyumu algl duzeylerini belirlemek ve bu Uc¢
degisken arasindaki iliskileri ortaya koymak amaciyla betimsel analiz
ve korelasyon degerleri elde edilmistir. Sonuclara Tablo 2'de yer
verilmistir.

Tablo 2

Betimsel Analiz ve Korelasyon Sonuclari

X SSCarpiklikBasiklk 1 2 3 4 5 6 7 8 9 10

1.0rgutsel Adalet 366 1.01 -72 -02 1

2.Dagitimsal 362 1.04 -62 -25 94* 1

3islemsel 359 1.07 -65 -19 .98*87* 1

4. Etkilesimsel 387 1.05 -10 52 .93*.82*.89* 1

5.0rgutsel Baghlik315 0.53 -08 152 .46*42*46*44* 1

6.Uyum 213 0.88 .83 43 36%.36%.33%.34*15% 1
7.0zdeslesme 331 093 -27 -40 .57*54*56*.53*78*32% 1
8.icsellestirme 378 0.82 -60 24 .54*.51* 52*54*84*27*66* 1

9.is Doyumu 368 0.62 -50 .47 .63*.60*.62*.56%44* 41%60% 52* 1
10.Dissal 3.89 0.6]1 -54 .47 A4T7*45*46*43%38% 355 49% 48*93% 1
T.icsel 337 078 -49 .03 .70*.68*.69*.60% 42*39%62% 47* 90" 68*
N=371*p<.00

Tablo 2 incelendiginde; érgutsel adalet ile drgutsel baghlik (r=.46;
p<.00), érgutsel adalet ile is doyumu (r=.63; p<.00), dérgutsel baghlik ile
is doyumu (r=.44;, p<.00) arasinda orta duzeyde iliski oldugu ifade
edilebilir.  Yine degiskenler arasinda pozitif yonde ve anlamli
korelasyon degerlerine ulasildigi gorulmektedir. Ayrica degiskenlerin
tum alt boyutlari arasinda da orta duzeyde pozitif yonde anlamli
iliskilerin oldugu soylenebilir (Buyukdzturk, 2012).

Arastirmada regresyon analizleri icin gerekli varsayimlar incelediginde
degiskenler arasinda coklu baglantili sorunu ile karsilasiimadigi
(VIF<10, CI<30) gorulmustur. (Buyukdzturk, 2012). Modeli test etmek
icin yukarida aciklanan kuramsal cerceve isiginda is doyumunun
bagimli degisken, &orgutsel adalet ve o&rgutsel bagliliginin tek ve
birlikte bagimsiz degisken oldugu u¢ farkli regresyon modeli
olusturulmus ve test edilmistir. Analiz sonuclari Tablo 3'te verilmistir.
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Tablo 3
Degiskenler Arasi Coklu Regresyon Sonuclari
Bagimli Bagimsiz Standart
Modeller Degigkenler Decg_”:jig,kenler B Hata p t P
(Sabit) 2.31 .09 2338 .00
Dagditimsal 15 .05 26 317 .00
Islemsel 24 .06 42 399 .00
Model1 isDoyumu  Etkilesimsel -.02 .05 -03 -42 .67
R=.63 R?=.40
F(3A36) =81.63 P = .00
(Sabit) 258 15 17.00 .00
Uyum -16 .02 -22 -543 .00
: Ozdeslesme 27 .03 40 756 .00
Model2 s Doyumu - liestirme 14 04 19 361 .00
R=.65 R?= .43
Fzze) = 93.54 p =.00
(Sabit) 229 15 1513 .00
Dagitimsal .08 .04 14 189 .05
islemsel 20 .05 35 360 .00
Etkilesimsel -.08 .05 -13 -1.64 10
Model3  isDoyumu  Uyum -12 .02 -17  -429 .00
Ozdeslesme 18 .03 27 520 .00
icsellestirme .08 .03 217 .03
R=.71 R2=.51
F(6,36): 65.07 p:OO

Tablo 3 incelendiginde orgutsel adaletin is doyumunu %40 oraninda
(R?=.40; p<.00) anlamli aciklama gucune sahip oldugu gorulmustur.
Orgutsel baglilik ise is doyumunu %43 (R?=.43; p<.00) oraninda anlaml
duzeyde aciklamaktadir. TUm bagimsiz degiskenlerin is doyumunu
aclklama gucunu test etmek i¢in olusturulan Ucuncu modelde ise
orgutsel adalet ve érgutsel baghligin birlikte is doyumunu aciklama
gucu %51 ile en yuksek model olarak bulunmustur.

Model 3'te badimsiz degiskenlerin birlikte incelenmesi sonucu
aclklama gucunu gosteren B degerlerinde dusme oldugu
goézlemlenmistir. Bu nedenle 6gretmenlerin érgutsel adalet algilari,
orgutsel bagliliklart ve is doyumlari arasinda dogrudan ve dolayl
etkileri ortaya cikarmak icin yol analizi yapilmasina karar verilmistir.
Modeli test etmek i¢in yapisal esitlik modeli olusturulmustur.

Yapisal modelde uyum degerleri icin  bazi  indekslerden
faydalaniimistir. Buna goére, CMIN=38,543; DF=12; CMIN/DF=3312;
RMSEA=,078; CFI=,99; GFI=98 degerleri elde edilmistir. Bu degerlerin
kabul goren uyum iyiligi degerleri sinirlarinda oldugu goérulmektedir.
(McDonald ve Ho, 2002; Yashoglu, 2017). Modele Sekil 2'de yer
verilmistir.
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Sekil 2
Yapisal Esitlik Modeli
CeD Ce2D Ce3D
81 94 84
7 . ETKILESIMSEL
DAGITIMSAL ISLEMSEL @

,56

ISDOYUMU

UYUM OZDESLESME ICSELLESTIRME

CMIN=38,542; DF=12; CMIN/DF=3,212; RMSEA=,077; CFI=,986; GFI=,972

Sekil 2 incelendiginde o6rgutsel adaletin is doyumu Uzerinde (f=.27,
p<.01) ve érgutsel bagliligin is doyumu uUzerinde (=.53; p<,01) dogrudan
etkileri pozitif ydnde ve anlamli gorulmektedir. Yine orgutsel adaletin
orgutsel baglhik Uzerinde (p=.71; p<.01), o6rgutsel baghhgin da is
doyumu uzerinde anlamli etkileri iki degisken arasinda araci bir
etkinin varligina isaret etmektedir. Buna gdre degiskenler arasindaki
aracilik etkisini incelemek icin bootstrap testi yapilmis ve test sonuclari
Tablo 4'te sunulmustur. Tablo 4 incelendiginde orgutsel adaletin
orgutsel baglilik Uzerinden %95 guUven araliginda dolayl etkisi .37
olarak hesaplanmistir.

Tablo 4
Arastirma Araci Analiz Sonuglari

Standartlastiriimis  Bootstrap (Alt sinir/

Araci Etkiler Dolayli Etki Ust sinir) %95 GA P

OA--->OB --- >ID 37 26/ .51 .01

*Bootstrap ornek sayisi: 200
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Tartisma, Sonug ve Oneriler

Bu arastirmada ogretmenlerin orgutsel adalet, 6rgutsel bagllik ve is
doyumu algilari arasindaki iliskiler incelenmistir. Arastirmanin
betimsel bulgulari degerlendirildiginde, 6gretmenlerin dérgutsel adalet
algilari ortalamalarinin élcegin tamami ve tum alt boyutlarinda yuksek
duzeyde oldugu gorulmektedir. Mevcut calisma bulgulari alanyazinda
benzer calisma bulgularini desteklemektedir (Aksay, 2021; Ozcan, 2014;
Polat, 2007). Etkilesimsel adaletin islemsel ve dagitimsal adalete gore
yuksek olmasi, okullardaki iletisim sureclerinin islemler ve odul
dagitimindan daha adil algilandigini gdstermektedir. Arastirmanin bir
diger degiskeni olan orgutsel baglihikla ilgili betimsel bulgular;
ortaokul o6gretmenlerinin  &orgutsel bagliliklarinin  orta duzeyde
oldugunu ve uyum boyutunun Ozdeslesme ve ic¢sellestirme
boyutlarina gére daha dusuk oldugunu gostermektedir. Alanyazinda,
baglihk degiskenine iliskin elde edilen bulgularin destekledigi benzer
calismalar bulunmaktadir (Demir ve digerleri, 2022; Karabag Kose,
2014; Norsenli, 2021). Uyum baglhgr diger boyutlara gore baglanma
duzeyinin daha yuzeysel oldugu bir boyuttur (Balay, 2014). Dolayisiyla
ogretmenlerin ézdeslesme ve icsellestirme boyutlardaki baghliklarinin
uyum baglihgina gére yuksek olmasi mesleki bagliliklari acgisindan
olumlu degerlendirilebilir. Arastirmmanin ucuncu temel degiskeni ile
ilgili betimsel bulgular, 6gretmenlerin is doyumu duzeylerinin tim
Olcek ve alt boyutlarinda yuksek duzeyde oldugunu ortaya
koymaktadir. Karabad Kése (2014), Ozkan (2017) ve Derin (2019)
tarafindan gerceklestirilen calismalardaki genel is doyum duzeyi
ortalamalari, arastirma bulgulariyla benzerlik géstermektedir. Mevcut
calismada, anilan calismalarin aksine, égretmenlerin dissal doyum
duzeyleri i¢csel doyum duzeylerinden daha yuksek bulunmustur.
Ogretmenlerin dgretim hizmetini sunarken 6gretmekten haz duymasi
ve mutlu olmasi kuskusuz Ucret ve odul gibi dissal faktoérlerin
etkisinden daha istendik bir durumdur. Kavramsal cercevede
tartisildigi Uzere dissal is doyumu érgutsel baglihgin uyum ve aragsal
baglilik boyutu ile i¢sel is doyumu ise i¢sellestirme ile yakin bir teorik
iliskiye sahiptir. Buna ragmen mevcut calismanin betimsel bulgularina
gore dissal doyum icsel doyuma gore daha yuksek iken en guclu
baglilik seviyesini temsil eden ic¢sellestirme baglihgr uyum bagliligina
goére daha yuksektir.

Arastirma degiskenleri ile ilgili iliskisel bulgular degerlendirildiginde,
orgutsel adalet, érgutsel baglilik ve is doyumu degiskenleri arasindaki
iliskilerin orta duzeyde, pozitif yonlu ve anlamli oldugu gérulmektedir.
Bu iliskiler neden sonuc¢ baglaminda bir bilgi vermemesine karsin
degiskenler arasinda olumlu ya da olumsuz degisimlerin birlikte
gerceklestigi seklinde yorumlanabilir. Dolayisiyla mevcut arastirmanin
saha verisinin de degiskenler arasi teorik iliskileri dogruladigi
soylenebilir. Alanyazinda égretmenlerin; érgutsel adalet ve is doyumu
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(Dundar ve Tabancali, 2012; Ghran ve digerleri, 2019; Sacli ve Demir,
2022; Zainalipour ve digerleri, 2010), is doyumu ve o6rgutsel baglilk
(Anari, 2012; Bateman ve Strasser, 1984; Demirtas, 2010), érgUtsel adalet
ve orgutsel baglilik (Gok, 2014; Selvitopu ve Sahin, 2013; Sahin ve Kavas,
2016) algilari arasindaki iliskileri inceleyen ve benzer bulgulara ulasan
calismalarin yer aldigr gérulmektedir. Arastirmanin degiskenler arasi
iliskiler baglaminda en dikkat ¢ekici bulgusu, is doyumunun &rgutsel
adaletle iliskisinin érgutsel baglihga goére cok daha guclu oldugudur.
Degiskenler arasi iliskiler alt boyutlar duzeyinde incelendiginde ise
icsel doyumun uyum bagliligindan cok &zdeslesme ve icsellestirme
baglihgi ile daha guclu iliski icerisinde oldugu gérulmektedir.

Arastirmanin kavramsal modelinin test edildigi yol analizine goére,
ogretmenlerin  érgutsel adalet ve o&rgutsel bagliik algilarinin is
doyumunun anlamli birer yordayicisi oldugu sonucuna ulasiimistir.
Arastirma bulgulari, 6rgutsel adaletin is doyumu uUzerinde dogrudan
ve orgutsel baglilik dzerinden dolayli etkilerinin de anlamli oldugunu
gostermektedir. Yordayicl degiskenlerin bagimli degisken Uzerindeki
onem sirasl, orgutsel baglilk ve o&orgutsel adalet seklindedir. Séz
konusu bulgularin, 6gretmenlerin érgutsel adalet algilarinin onlarin is
doyumunun onemli bir yordayicisi oldugunu (Altinkurt ve Yilmaz,
2012), 6rgutsel baglilhigin is doyumunu yordamada énemli bir degisken
oldugunu (Alici ve Yalcinkaya; 2019) ortaya koyan arastirmalarla
benzerlik gosterdigi gorulmektedir. Bununla birlikte 6rgutsel adaletin
is doyumu Uzerindeki orgutsel baglilik araciigr ile dolayl etkisinin
dogrudan etkisinden daha guclu olmasi, arastirmanin dikkat cekici
bulgularindan birisidir. Bu durum orgutsel bagliligin aracilik rolundn
onemine isaret etmektedir. Bu baglamda farkli meslek gruplari ile
yapilan calismalarin da benzer sonuclar ortaya koydugu yani orgutsel
adaletin is doyumunu etkilemede orgutsel baglihgin aracilik etkisinin
anlamli oldugu goérulmektedir (Astar ve dig., 2018). S6z konusu
bulgulardan yola c¢ikarak, kurumlarda adaletin is doyumunu istenilen
seviyede artirmak icin tek basina yeterli olmayacagi, bununla birlikte
baglihk gibi diger unsurlarla birlikte énemli bir belirleyici oldugu
sonucuna ulasilabilir.

Arastirma sonuclarindan hareketle politika, uygulama ve arastirma icin
bazi temel O&neriler sunulmaktadir. Buna goére orgutsel adaletin
ogretmenlerin érgutsel bagliliklari ve is doyumlari Uzerindeki gucglu ve
anlamli etkisi dikkate alindiginda okul yonetimlerinin 6zellikle 6rgutsel
adalet baglaminda guUclendirilmesi onerilebilir. Bu baglamda okul
yoéneticilerinin kurumlarinda baglihgr ve is doyumunu arttirmak icin;
ders dagilimi, ndbet gorevleri, kurul ve komisyon gorevleri, 6dul-ceza
verilmesi gibi islemleri yaparken adil olmalari gerekmektedir.
Dagitimsal adaletin yani sira gdrece daha dusUk oldugu goérulen
islemsel adaletin guclendirilmesi de onemli gorulmelidir. Karar
sureclerine katilimin artirilmasi ve bu surecin tarafsiz bir sekilde
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yonetilmesi ile ilgili olan islemsel adalet konusunda sadece okul ve
uygulama duzeyinde degil merkezi duzeyde politikalarin gelistiriimesi
onerilebilir. Bu baglamda égretmenler kurulunun idari olarak daha
yetkin hale gelmesini ve 6gretmenlerin okul yonetiminde s6z sahibi
olmalarini saglayacak politika ve uygulamalar gelistirilebilir.

Ogretmenlerin icsel is doyumlarinin dissal doyuma gére daha dusuk
oldugu dusunuldugunde ozellikle ogretmenlerin isleriyle
butunlesmesi ile ilgili olan i¢csel doyumu artiracak tedbirlerin alinmasi
onem kazanmaktadir. Diger taraftan arastirmanin orgutsel baglilikla
ilgili sonuclari ve érgutsel bagliligin is doyumundaki aracilik rolunun
onemi &zellikle okul yoénetimleri acisindan dikkate degerdir.
Ogretmenin isle butunlesebilmesi, dncelikle okula baglihgr artirmak
icin gerekli calismalarin yurdtulmesi ile mumkun gorunmektedir.
Buna gore d6gretmenlerin is doyum duzeylerini arttirmak icin érgutsel
adalet algilari ve érgutsel bagliliklari dnemli bir politika ve uygulama
alani  olarak degerlendirilebilir.  Ayrica arastirma degiskenleri
baglaminda ilkokul, lise gibi farkli duzeyler ile 6zel okullar gibi farkl
orneklem gruplari ile yurutulecek daha ileri arastirmalarla arastirma
sonuclarinin daha genis gruplar i¢cin genellenebilirligi test edilebilir.

Etik Kurul izin Bilgisi: Bu arastirma, Kirikkale Universitesi Sosyal ve
Beseri Bilimler Arastirmalari Etik Kurulunun 18/01/2022 /tarihli O1 sayili
karari ile alinan izinle ydaratdlmuastdar.

Yazar Cikar Catismasi Bilgisi: Yazarlar arasinda c¢ikar c¢atismasi
bulunmamaktadir.

Yazar Katkisi: Yazarlar calismaya esit oranda katki saglamistir.
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Introduction

The phenomenon of justice is an important research area that is
closely related to many variables in institutional processes as well as in
all social processes. In the education-related literature, there are many
studies examining the relationship between the perception of justice
in schools and variables such as job satisfaction, motivation,
organizational culture and organizational commitment (Brockner et
al, 1992; Sach & Demir, 2022; Tziner et al, 2011; Uludag et al., 2019).
Organizational justice has aroused a great deal of interest among
researchers, especially in the context of organizational commitment
and job satisfaction of employees (AkyuUz et al.,, 2013; Alazmi & Alenezi,
2020; Canbaz, 2021; Fatt et al,, 2010). The current study addresses these
three basic concepts in a holistic model and aims to test the
relationships between these concepts in a data-driven manner.

Basic Concepts of the Study and Relationships between the
Concepts

The current study focuses on the relationships between three basic
concepts: organizational justice, job satisfaction and organizational
commitment. Organizational justice, which is the first basic concept of
the study, is used to define the provision of justice in the working
environment in general terms (Greenberg, 1990). Organizational
justice can be defined as the perceived fairness of events, rules and
practices by the members of an organization (Greenberg, 1987) and
the extent to which decisions made and implemented in the work
environment are perceived to be fair (Folger, 1977, Moorman, 1991). In
this sense, organizational justice refers to the individual's perception of
the fair application of the rules and the fair distribution of resources
such as rewards, punishments and promotions in the institution
where he/she works (Aydin & Karaman-Kepenekgi, 2008; Samdan,
2019). Individuals evaluate the fairness of their contributions to the
organization and the gains they have obtained, compare them with
the gains of other individuals in the organization and shape their
perception of justice towards the organization by assessing whether
their gains are fair or not (Budak et al., 2018).

In the literature, organizational justice is examined in three
dimensions: distributive, procedural and interactional (Cohen-Charash
& Spector, 2001). The equity theory suggests that gains such as
promotions, rewards and bonuses should be given to the person who
deserves them. Employees’ perceptions of whether the rewards
distributed are fair or not constitutes distributive justice (Greenberg,
1987). By comparing the gains they get from the institution with the
gains of other members, employees come to a conclusion whether the
distribution is fair or not. This conclusion can affect the attitudes of the
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employees positively or negatively (Ozdeveciodlu, 2003). Procedural
justice refers to the perception of employees regarding their ability to
participate in the decision-making process in the organization and the
impartial management of the participation process (Cukur &
Ozbayrak, 2007). The dimension of interactional justice refers to the
quality of communication during the implementation of procedures,
rules and norms within the organization. This dimension is related to
an individual's perception of justice in response to the attitudes and
actions encountered within the organization (Samdan, 2019).
Interactional justice is primarily focused on interpersonal
communication between the management and the members of an
organization (Greenberg, 2004).

Another variable of the current study is the concept of organizational
commitment. The concept of commitment is generally considered as
the individual's loyalty to a society, a person, an institution and an idea
(Ergun, 1975). In the organizational context, organizations can be
successful by accomplishing goals through the loyalty of their
employees to the organization and this loyalty is called organizational
commitment in the literature (O'Reilly & Chatman, 1986). There are
many different definitions of organizational commitment. Becker
(1960) defined it as the attachment of individuals to their organizations
for their own personal interests. Weiner (1982), on the other hand,
defined it as the sum of internalized normative pressures directed
towards the goals and interests of the organization. Additionally,
O'Reilly and Chatman (1986) defined it as an individual's psychological
attachment by internalizing the goals of the organization. Allen and
Meyer (1990) defined it as an individual's willing emotional attachment
to and identification with the organization. Finally, Balay (2014),
defined it as the identification of the individual with the goals and
value system of the organization. When the common point of
definitions is considered, it can be said that even if the sources,
emotional dynamics and levels of motivation may differ,
organizational commitment is the sense of belonging that the
individual has established with the organization. In general,
organizational commitment is a broad concept that encompasses the
dimensions of compliance, identification and internalization in relation
to psychological commitment (O'Reilly & Chatman, 1986). Allen and
Meyer (1990) evaluate organizational commitment Iin three
dimensions as affective commitment, continuance commitment and
normative commitment. Similarly, O'Reilly and Chatman (1986)
conceptualize an individual's organizational commitment in three
distinct dimensions: commitment for compliance or instrumental
reward, commitment based on identification and commitment based
on the internalization of congruence between individual and
organizational values. Being the first stage, the purpose of
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commitment for compliance is to win a reward or avoid punishment
(Balay, 2014; Norsenli, 2021). In the dimension of identification, the
individual accepts the existence of others in the organization and is
happy to be with them. He/she strives to align his/her values with the
values of the organization in order to be a part of the organization.
He/she attempts to adopt the perspective of the organization (ince &
Gul, 2005; O'Reilly, 1989; O'Reilly & Chatman, 1986). The most intense
dimension of commitment is internalization, which is the last stage. In
this dimension, the values of the organization and the values of the
individual are quite intertwined. The individual sees himself/herself as
a permanent part of the organization and is willing to stay in the
organization (O'Reilly & Chatman, 1986; O'Reilly, 1989).

Research into the factors influencing employee's organizational
commitment has a long history. Accordingly, the main factors
affecting the organizational commitment of the employees are
evaluated in three basic groups as personal, organizational and
situational factors (Koch & Steers, 1978; Morris & Sherman, 1987,
Schwenk, 1986). Although there are different studies on which of these
basic factors affects organizational commitment more, it is claimed
that personal-demographic and organizational factors affect
organizational commitment equally (Buchanan, 1974). Basic factors
such as management and leadership style, intra-organizational
relations, awards, salary, team spirit, organizational culture and
democratic participation in the organization, which can be counted
among the organizational factors that affect organizational
commitment (Arastaman & Yuner, 2019; Balay, 2014; Kaya, 2016;
Zengin, 2020) can be said to be theoretically parallel to the distributive,
procedural and interactional dimensions of organizational justice.
Data-driven studies (Tekinglinduz, 2017; Unal, 2019) demonstrate that
the desire for a fair school environment is an important criterion in
teachers' requests for a workplace change. These practical results can
be considered as an application of the theoretical similarities. When
the individual cannot achieve the gains he/she thinks he/she deserves
in the organization, his/her commitment to the organization will
decrease (Dogan, 2008). The role of fair practices within the
organization is important in individuals’ identification with and
emotional attachment to their organizations. Moreover, fair practices
increase organizational commitment and intention to stay at work
(Yildirim, 2008). If employees work in a transparent, fair and honest
environment, they develop a positive attitude. Employees with
positive attitudes are expected to have many desired traits, including
organizational commitment (Astar et al., 2018).

Another important concept in the context of its relations with
organizational justice and commitment is the concept of job
satisfaction. According to Koustelios (2001), job satisfaction is the
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pleasure and happiness derived from one's job, which allows for the
fulfilment of both material and spiritual needs. In a similar vein, Balci
(1985) defines it as the degree to which job-related needs are met.
Furthermore, Cetinkanat (2000) describes it as an emotional reaction
individuals have towards their jobs. Additionally, lzgar (2000)
characterizes job satisfaction as the pleasure and emotional
contentment experienced by individuals in their work. The shift from a
Mmanagement approach that perceives employees as machines to one
that considers their feelings, thoughts, and needs has led to the
emergence of the concept of job satisfaction (Alanoglu, 2019; Erol,
2021).

Hawthorne's experiments can be considered as the first scientific
study in terms of understanding the concept of job satisfaction in the
field of management. The fact that the differentiation of the physical
characteristics of the workplace did not have a sufficient effect on
productivity in the experiments carried out drew attention to the
human and social aspects of the employee (Gurel, 2001). Conceptually,
job satisfaction was first studied by motivation theorists. Maslow's
Theory, Herzberg's Two-Factor Theory and Vroom'’s Expectancy Theory
are the first theories to address job satisfaction (Eren, 2008).
Accordingly, it is seen that job satisfaction is a concept that emerges
in the context of motivation and work efficiency and is closely related
to them (Yousef, 1998). In job satisfaction, as in the case of
organizational commitment, there is a classification based on extrinsic
or intrinsic factors. While getting pleasure from what one has achieved
as a result of doing his/her job and his/her gains’ making him/her
happy with his/her achievements constitute extrinsic satisfaction,
feeling pleasure and enjoying while doing his/her job constitute
intrinsic satisfaction (Gokyer & Gulsen, 2016). Intrinsic satisfaction
occurs as a result of the balance between the individual's abilities and
the requirements of the job. The individual's belief that he/she is
successful in his/her job, integrating with his/her job and being
respected for his/her job foster intrinsic satisfaction. Management
style, work conditions and what the job gives to the person constitute
extrinsic satisfaction. In extrinsic satisfaction, satisfaction will increase
as the rewards obtained meet the expectations of the employee (Et
Oltulu & iraz, 2022; Yavuzkurt, 2017). Based on this two-dimensional
classification, it can be claimed that extrinsic job satisfaction is closely
related to organizational commitment or instrumental commitment
and that intrinsic satisfaction is closely related to internalization.
Similar to organizational commitment, job satisfaction is influenced by
various factors, encompassing both individual and organizational
aspects. Organizational factors such as working conditions, work
environment, promotion and reward are effective on job satisfaction
(Bogler, 2002; Sevimli & iscan, 2005). Such organizational factors are

300



PUIJE, 61, 296-315 [2024] https://doi.org/10.9779/pauefd.1186429

closely related to organizational justice. There are field studies in the
literature that reveal the relationships between perceived justice,
organizational commitment and job satisfaction (Alici & Yalg¢inkaya,
2019; Altinkurt & Yilmaz, 2012; Zainalipour et al, 2010). According to
Chatman (1991), when the newly recruited employee shares the
accepted values in the organization, he/she gets more satisfaction and
his/her desire to stay in the organization increases. Moreover, when
the preferences of the newcomer to the organization merge with the
preferences of the organization within a year, an increase in job
satisfaction occurs. Perceptions of the employees regarding the
fairness of the rules in working conditions enable them to develop
positive attitudes towards their jobs (Balay, 2000). Existence of fair
practices in organizations results in efficiency, positive work
environment, organizational commitment, trust and a strong
organizational culture. The existence of all these concepts ensures
high job satisfaction (Altinkurt & Yilmaz, 2012). Based on this
conceptual framework, it is possible to mention a strong theoretical
relationship between the concepts of organizational justice,
organizational commitment and job satisfaction, which are the main
variables of the current study.

Conceptual Model and Purpose of the Study

The relationships between the organizational justice, organizational
commitment and job satisfaction variables, whose conceptual
framework is explained, have also been studied intensively within the
context of educational institutions. The research model was created to
evaluate the direct and indirect relationships between these variables
at the school level. The current research model is given in Figure 1.

Figure 1
Conceptual Model

Organizational
Justice

Job Satisfaction

Organizational
Commitment
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Strong professional competence of teachers and their proficiency in
their jobs are not always sufficient to ensure organizational
commitment and job satisfaction. Therefore, there is a crucial need for
teachers who not only excel in their roles but also possess positive
attitudes towards their work and school, demonstrating a strong and
unwavering commitment (Balay, 2014). One essential factor
influencing teachers' positive feelings towards their school is the
perceived justice (Balci, 1985; Polat, 2007). Numerous studies across
different occupational fields have consistently shown that employees'
perceptions of justice are positively correlated with their levels of job
satisfaction and organizational commitment.

The current study holds significance as it examines a theoretical
model encompassing all variables associated with the direct and
indirect relationships between teachers' perceptions of organizational
justice, organizational commitment, and job satisfaction, supported by
empirical data. For this purpose, the sub-problems of the research are;
(1) What is the teachers' perception of organizational justice,
organizational commitment and job satisfaction? (2) Is there a
significant  relationship  between  teachers' perceptions of
organizational justice, organizational commitment and job
satisfaction? (3) Are teachers' perceptions of organizational justice and
organizational commitment a significant predictor of job satisfaction?
(4) Does the perception of organizational commitment have a
mediating effect between teachers' perceptions of organizational
justice and job satisfaction? defined as.

Method

In the study, the relationships between teachers' perceptions of
organizational justice, organizational commitment and job satisfaction
were examined. For this reason, this research was conducted in the
relational survey model. Studies in the relational survey model are
studies that aim to determine the relationships between certain
events and phenomena (Buyukodzturk et al., 2020).

Population and Sample

The population of the current study consists of 994 teachers working
in public middle schools in the city of Kirikkale in the 2021-2022 school
year. The minimum sample size in the study was determined as 278 at
the 95% confidence interval (BUyukozturk et al, 2020). In this study,
the convenience sampling technique was employed, and online
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surveys were distributed to 550 teachers within the research
population to form the sample group. Out of the total, 376 teachers
responded and completed the scales. Subsequently, 371 responses
from teachers who met the inclusion criteria were included in the data
analysis. In Table 1, demographic information of the participating
teachers is given. When the information about the research sample is
examined; It can be said that sufficient number of participants have
been reached to represent different groups in terms of gender, age,
education level and length of service.

Table 1
Demographic Information of the Teachers
Group N %
Female 208 56.1
Gender
Male 163 439
20-30 4] 1.1
31-40 192 51.8
Age
41-50 95 25.6
51 and over 43 1.6
. Undergraduate 276 74.4
Education Level
Graduate 95 25.6
0-10 144 38.8
Length of Service 11-20 133 358
21 and more 94 253
Total 371 100.0

Data Collection Tools

The "Organizational Justice Scale, Organizational Commitment Scale
and Minnesota Job Satisfaction Scale” were used for three different
variables in the current study. In addition, a personal information form
was developed in order to reveal the demographic features of the
participants. In the personal information form, questions were used to
elicit information about gender, age, education level and length of
service. For the use of the scales, permissions were obtained from the
researchers who developed and adapted the scales. Detailed
information about the measurement tools is given below.

Organizational Justice Scale

The Organizational Justice Scale was developed by Niehoff and
Moorman (1993). The scale was adapted to Turkish by Polat (2007).
There are a total of 19 items in the scale. The scale is a five-point Likert-
type scale. It has three sub-dimensions called distributive, procedural

303



PUIJE, 61, 296-315 [2024] https://doi.org/10.9779/pauefd.1186429

and interactional justice. The internal consistency coefficient for the
whole scale was found to be .96 and it was found to be 89, .95 and .90
for the sub-dimensions, respectively. In the analysis made with the
data of the current study, it was determined that the internal
consistency coefficient is .98 for the whole scale and .94, .97 and .95 for
the sub-dimensions, respectively.

Organizational Commitment Scale

The Organizational Commitment Scale was developed by Balay
(2000). The scale consisted of the sub-dimensions of compliance,
identification and internalization is a five-point Likert scale with 27
items. In the original version of the scale, internal consistency
coefficients were calculated to be .79, .89 and .93. In the analysis
conducted with the data collected in the current study, the internal
consistency coefficient was found to be .86 for the whole scale, and
.86, .91 and .95 for the sub-dimensions, respectively.

Job Satisfaction Scale

The Minnesota Job Satisfaction Scale was adapted into Turkish by
Baycan (1985). The scale has two sub-dimensions called extrinsic
satisfaction and intrinsic satisfaction. The scale is a five-point Likert
scale consisting of 20 items. As a result of the adaptation, the internal
consistency coefficient was found to be .90 for the whole scale and .82
and .85 for the sub-dimensions, respectively. In the analysis conducted
with the data collected in the current study, the internal consistency
coefficient was found to be .91 for the whole scale and .87 and .86 for
the sub-dimensions, respectively.

Data Analysis

In the analysis of the collected data, SPSS and AMOS package
programs were used. Cronbach’s Alpha coefficient was used to test
the reliability of the current study. In order to evaluate whether the
data set meets the normality distribution, the skewness and kurtosis
coefficients were examined, and it was seen that the data were
distributed normally as the skewness and kurtosis values were found
to be between -2 and +2 (George & Mallery, 2019) (See. Table 2).
Variance Inflation Factor (VIF<10) and Condition Indices (CI<30) values
were examined to evaluate the multicollinearity problem between the
variables (Buyukézturk, 2012, p. 100). Correlation and regression
analyses were used together with descriptive statistics in the analysis
of the data. In order to determine the direct and indirect relationships
between the variables, a structural equation model was established
and path analysis was performed. As the fit values of the structural
model, Chi-Square test (CMIN and CMIN/DF), Root Mean Square Error
of Approximation (RMSEA), Goodness-of-Fit Index (GFl), Comparative
Fit Index (CFl) were used (McDonald & Ho, 2002; Yaslioglu, 2017).
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Findings

The results of the analyses used to explain the sub-problems of the
study are explained in this section. Descriptive analysis and correlation
values were obtained in order to determine the organizational justice,
organizational commitment and job satisfaction levels of teachers and
to reveal the relationships between these three variables. The results
are given in Table 2.

Table 2
Results of Descriptive Analysis and Correlation Analysis

X SS SkewnessKurtosis 1 2 3 4 5 6 7 8 9 10

1.0rganizational
Justice

2.Distributive 3.62 1.04 -.62 -25 94 1

3.66 101 =72 -02 1

3. Procedural 3.59 1.07 -.65 -19 98*87* 1

4.Interactional 3.87 1.05 -1.0 52 .93*.82*.89* 1

5.0rganizational
Commitment

6.Compliance 213 0.88 .83 43 36%.36%.33*34%15* 1

315 053 -08 1.52 .46%.42* 46* 44% 1

7.Indentification 331 093 -27 -40 57*.54*56*.53*.78%.32% 1
8.Internalization 3.78 0.82 -.60 24 54* . 51*.52* 54* 84* 27*.66" 1

9'qu . 368 062 -50 47 63*.60*.62% 56* 44 41* 60*.52* 1
Satisfaction

10.Extrinsic 3.89 0.61 -54 47 4T 45% 46% 43* 38* 35 49* 48* 93* 1
MN.Intrinsic 337 078 -49 .03 .70*.68*.69*.60* .42* 39* .62* .47* 90* .68*
N=371 *p<.00

When Table 2 is examined; organizational justice and organizational
commitment (r=.46; p<.00), organizational justice and job satisfaction
(r=.63; p<.00), organizational commitment and job satisfaction (r=.44;
p<.00), it can be stated that there is a moderate relationship between.
Again, it is seen that positive and significant correlation values were
reached between the variables. In addition, it can be said that there
are moderately positive and significant relationships between all sub-
dimensions of the variables (Buyukozturk, 2012).

When the assumptions required for the regression analyses were
examined in the study, it was seen that there was no multicollinearity
problem between the variables (VIF<10, CI<30) (Buyukozturk, 2012). In
order to test the model, three different regression models, in which
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job satisfaction is the dependent variable and organizational justice
and organizational commitment are the independent variables
separately and together, were created and tested in the light of the
theoretical framework described above. The results of the analysis are
given in Table 3.

Table 3
Results of the Multiple Regression Analysis between the Variables
Dependent Independent Standard
Models Variables Variables B Error p t P
(Constant) 2.31 .09 2338 .00
Distributive 15 .05 26 3.17 .00
Job Procedural 24 .06 42 3.99 .00
Model 1 <fact]
Satisfaction  |nteractional  -.02 .05 03  -42 67
R=.63 R?=.40
Fz367) =81.63 p=.00
(Constant) 2.58 15 17.00 .00
Compliance -16 .02 -22 543 .00
Job Identification 27 .03 40 7.56 .00
Model 2 Satisfacti
atisfaction  |nternalization 14 04 19 361 .00
R=.65 R?2 = .43
Frzen = 93.54 p=.00
(Constant) 2.29 15 15.13 .00
Distributive .08 .04 14 1.89 .05
Procedural .20 .05 35 3.60 .00
Interactional -.08 .05 -13 -1.64 10
Model 3 Job i
Satisfaction Compliance -12 .02 -17  -429 .00
Identification 18 .03 27 520 .00
Internalization .08 .03 Al 217 .03
R=.71 R2=.5]
Fe364= 65.07 p=.00

When Table 3 is examined, it is seen that organizational justice has a
significant explanatory power of 40% (R?*=.40; p<.00) for job
satisfaction. Organizational commitment, on the other hand,
significantly explains job satisfaction at a level of 43% (R?=.43; p<.00). In
the third model created to test the explanatory power of all the
independent variables for job satisfaction, the explanatory power of
organizational justice and organizational commitment together was
found to be the highest at 51%.
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As a result of examining the independent variables together in Model
3, it was observed that there was a decrease in B values, which
indicates the explanatory power. For this reason, it was decided to
conduct a path analysis to reveal the direct and indirect relationships
between teachers' perceptions of organizational justice, their
organizational commitment and job satisfaction. A structural equation
model was created to test the model.

In the structural model, some indices were used as the fit values and
the following values were obtained: CMIN=38543; DF=12;
CMIN/DF=3.312; RMSEA=.078; CFI=.99: GFI=98. It is seen that these
values are within the acceptable ranges of goodness of fit values
(McDonald & Ho, 2002; Yaslioglu, 2017). The model is presented in
Figure 2.

Figure 2

Structural Equation Model

D D D

,81 ,94 ,84

DISTRIBUTIVE PROCEDURAL INTERACTIONAL (o)

06

JOB SATISFACTION

COMPLIANCE IDENTIFICATION | (INTERNALIZATION

CMIN=38,542; DF=12; CMIN/DF=3,212; RMSEA=,077; CFI=,986; GFI=,972
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When Figure 2 is examined, it is seen that the direct effects of
organizational justice on job satisfaction (=27, p<.01) and
organizational commitment on job satisfaction (f=.53;, p<.0l) are
positive and significant. Again, the significant effects of organizational
justice on organizational commitment (#=.71; p<.01) and organizational
commitment on job satisfaction indicate the existence of a mediation
effect between the two variables. Accordingly, the bootstrap test was
performed to examine the mediation effect between the variables,
and the test results are presented in Table 4. As seen in Table 4, the
indirect effect of organizational justice on organizational commitment
was found to be .37 in the 95% confidence interval.

Table 4
Results of the Mediation Analysis

Bootstrap (Lower

Mediation Standardized bound/ Upper &)
Effects Indirect Effect bound) 95% Cl
0J--- > OC --- >JS 37 26/ .51 Ol

*Number of Bootstrap samples: 200

Discussion, Results and Suggestions

In the current study, the relationships between the teachers’
perceptions of organizational justice and their organizational
commitment and job satisfaction were examined. When the
descriptive findings of the study are evaluated, it is seen that the
teachers’ organizational justice perception mean scores are high in
the whole scale and in all its sub-dimensions. The findings of the
current study support the findings of similar studies in the literature
(Aksay, 2021; Ozcan, 2014; Polat, 2007). The finding that the perception
of interactional justice is higher than the perceptions of procedural
and distributive justice indicates that communication processes in
schools are perceived to be fairer than procedures and reward
distribution.  Descriptive findings related to organizational
commitment, which is another variable of the study, show that middle
school teachers’ organizational commitment is at a medium level and
that their mean score from the compliance dimension is lower than
the mean scores from the identification and internalization
dimensions. In the literature, there are similar studies supported by
the findings related to the commitment variable (Demir et al., 2022;
Karabag Kose, 2014; Norsenli, 2021). Compliance commitment is a
dimension where the level of attachment is more superficial than the
other dimensions (Balay, 2014). Therefore, the fact that the teachers’
commitment in the identification and internalization dimensions is
higher than their commitment in the compliance dimension can be
considered positive in terms of their professional commitment.
Descriptive findings related to the third main variable of the study
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have revealed that the teachers’ job satisfaction levels are high in the
whole scale and its sub-dimensions. The findings related to job
satisfaction obtained in the studies conducted by Karabagd Kdse (2014),
Ozkan (2017) and Derin (2019) are similar to the findings of the current
study. In the present study, however, contrary to the aforementioned
studies, the teachers’ extrinsic satisfaction level was found to be
higher than their intrinsic satisfaction level. Undoubtedly, it is more
desirable than the effect of external factors such as wages and
rewards that teachers enjoy teaching and are happy while providing
teaching services. As discussed in the conceptual framework, extrinsic
job satisfaction has a close theoretical relationship with the
compliance commitment and procedural commitment dimensions of
organizational commitment and intrinsic job satisfaction has a close
theoretical relationship with the internalization dimension. However,
according to the descriptive findings of the current study, extrinsic
satisfaction is higher than intrinsic satisfaction, while internalization
commitment, which represents the strongest commitment level, is
higher than compliance commitment.

When the relational findings related to the variables of the current
study are considered, it is seen that the relationships between the
variables of organizational justice, organizational commitment and job
satisfaction are medium, positive and significant. Although these
relationships do not provide any information in the context of cause
and effect relationships, they can be interpreted as positive or
negative changes that occur in such a way as to affect all the variables
simultaneously. Therefore, it can be claimed that the field data of the
current study also confirm the theoretical relationships between the
variables. In the literature, there are a number of studies investigating
teachers’ perceptions of organizational justice and their job
satisfaction (DUndar & Tabancali, 2012; Ghran et al., 2019; Sach & Demir,
2022; Zainalipour et al, 2010), job satisfaction and organizational
commitment (Anari, 2012; Bateman & Strasser, 1984; Demirtas, 2010),
organizational justice and organizational commitment (Gok, 2014,
Selvitopu & Sahin, 2013; Sahin & Kavas, 2016) and reporting similar
findings to the findings of the current study. The most striking finding
of the current study in terms of the relationships between the
variables is that the relationship between job satisfaction and
perceptions of organizational justice is much stronger than the
relationship between the perceptions of organizational justice and
organizational commitment. When the relationships between the
variables are examined at the level of sub-dimensions, it is seen that
intrinsic satisfaction has a stronger relationship with identification and
internalization commitment than compliance commitment.

According to the path analysis in which the conceptual model of the
research was tested, it was concluded that teachers' perceptions of
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organizational justice and organizational commitment were
significant predictors of job satisfaction. The findings of the study
demonstrate that the direct effects of organizational justice on job
satisfaction and its indirect effects on organizational commitment are
also significant. The order of importance of the predictor variables in
terms of their effect on the dependent variable is organizational
commitment and organizational justice. It is seen that these findings
are similar to the findings of the studies that have revealed that
teachers’ perceptions of organizational justice are an important
predictor of their job satisfaction (Altinkurt & Yilmaz, 2012), and that
organizational commitment is an important variable in predicting job
satisfaction (Alici & Yal¢cinkaya, 2019). On the other hand, one of the
remarkable findings of the current study is that the indirect effect of
perceptions of organizational justice on job satisfaction through
organizational commitment is stronger than its direct effect. This
indicates the importance of the mediator role of organizational
commitment. In this context, it is seen that the studies conducted
with different occupational groups have also revealed similar results,
that is, the mediator effect of organizational commitment on the
effect of perceptions of organizational justice on job satisfaction is
significant (Astar et al, 2018). In light of these findings, it can be
concluded that justice alone will not be sufficient to increase job
satisfaction at the desired level, but it is an important determinant
together with other factors such as commitment.

In light of the findings of the current study, some suggestions can be
made for policymakers, practitioners and researchers. Given the
strong and significant effect of organizational justice on teachers’
organizational commitment and job satisfaction, it can be suggested
that school administrations be strengthened, especially in the context
of organizational justice. In this context, school administrators need to
be fair while performing the procedures such as distribution of class
hours among teachers, assigning the duty of keeping watch over
students, board and commission duties and the distribution of
rewards and punishment in order to increase commitment and job
satisfaction in their institutions. In addition to distributive justice, the
strengthening of procedural justice, which is seen to be relatively low,
should also be considered important. Regarding procedural justice,
which is related to increasing participation in decision-making
processes and managing this process in an impartial manner, it can
be suggested that policies be developed not only at school and
practice level, but also in a centralized manner. In this context, policies
and practices can be developed that will enable the teachers’ council
to become more competent administratively and teachers to have a
say in school administration.
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Considering that teachers’ intrinsic job satisfaction is lower than their
extrinsic satisfaction, it becomes important to take measures to
increase intrinsic satisfaction, which is especially related to the
integration of teachers with their work. On the other hand, the results
of the current study regarding organizational commitment and the
importance of the mediator role of organizational commitment in job
satisfaction should be seriously taken into consideration by school
administrations. It seems possible for the teacher to integrate with
his/her work primarily by performing the necessary activities to
increase his/her commitment to the school. Accordingly, teachers’
perceptions of organizational justice and their organizational
commitment can be considered as an important policy and practice
area in order to increase their job satisfaction. Moreover, within the
context of the variables of the current study, the generalizability of the
research results for larger groups can be tested with further research
to be conducted with different sample groups such as teachers
working in private schools and at different levels of schooling such as
primary schools and high schools.
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